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abilities sad acecBq&i^sente with other® at their grad* level load in the 
MW Career Service. Application of conventional position analysis tech- 
n&ffte# to duties wslgMa to career employee* soswiiswa results in denying 
toss ptowtions then the evaluation of the job does not warrant its up- 
and therefore oannot accoranodat© the promotion. this is soat apt 


tion of existing promotion policies, there are tine* then 
it that a pare tm seat be performing higher grade duties to 
mas counter to the Agency's need for flsxihility in pro* 
eyees based on (1) their value to the Agency, ^2} willingness 
ill areas, and 0} competitive evaluation of each employee's 
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ICT1W^W'WC»| wmw HT9 WVMH0J.UU0 AM WW.WM are so closely 

associated with a project or operation that it ie contrary to the Agency's 
best interest# to reassign then presaturaJy to other positions of higher 
grads in order to obtain promotion . Ttoder any of these ©ircuaetencee, it 
dew net mm equitable for the Agency to delay or deny an employee's 
action ecdely because of the grade of the position in which the Agency 
needs his at the assent. 


b. the ^motion Hock" situation described should net be resolved by a 

distortion of the Agency classification structure to aeoeassodate each pro~ 
nstlon. Instead, it is essential to sound m a n a ge me nt that the classifica- 
tion structure of each organisation be valid in order that toe best per- 
ffffflM#. esslgnaente and optimum personnel utilisation stay be obtained over 
ton long run. 

i. She inequities of the present promotion policy could be received by 
revising the policy to authorize the prenotion of sn employee who hae 

Head of his Career Serv- 

im tot who aswt wqpcorwily mania is a jab classified at his current 
grads, Such a revised policy would operate within certain budgetary and 
grade controls, discussed In paragraph s below, to ensure that total grade 
authorisations for each Career Service am not exceeded. 


d. te aalntolo oonsistnuy with the revised promotion polity as described 
toston, «dAsd flexibility in the existing aesipsaent policy could be 
attained by ellatnating the one percent control Unit presently applicable 
to aj»jg«acnts of employees to positions of grades lower than their own. 

It seen* preferable that Beads of Career Services should be able to assign 
personnel to lower graded positions as justified by operational exigencies, 
so long as the total grade structure of the Career Service is not exceeded. 
She present on# percent limitation of such assignment# is m arbitrary 
limit without empirical justification. 
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o, the of Career Sendee s play « issuer 

rig HMfj rt iyi fidl fti^pwnt WOgrsBB* Therefor®, it wwu» siw** 
r .,. ,/^Jr.uittrRtloD of these revised polleiea if prooedwes to eoetrol 

jessra tissue and assignments Rt^d^L^a^er^^rvice 

structure within each Career Sendee and adnini stared by Career^ service 

«»«*« mtm tlve control# could he introduced if all authorised poei- 

SS w^tSlated tor grade W 

eate»d aathorlaation identified as the * gere er *£T 

Each Career Strides valid be responsible for ensuring t hat 
tfee distribution of employee# by grade levels vithin the Career Service 
ynjv<» uag t eaeoeed the grade ndhuintUe thus computed* in order that 
*.hf aboard staffing structure of each Career Sondoe ee«ld be coa pu ted 
^«^ts^«>dlaife(ra basis, military personnel would be eh#*fed 
against th« O greer Servi ce Grade Authorisation bated on the assimilated 
rank table in| 
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*, ApplioaUon of convanUonal position Ruction t&chniquesn^ds be 

*S&M with flexible proaotion procedures to permit ™*^^*^* T 
adr^eownt **«a the interests of the Agency require Me eervloee in tn* 

lower gse&ed position* 

b. Beads of Creer Ssrviess should be authorised to *eke asaigawats of 

wtram atfl to lower graded Job* as required by operational nseds Pf 0 ***^ 
; :tegi such assignments do not exceed the total grade structure authorised 

for the ®mer Sendee. 

* # ssvised policies and comparatively simplified oontrols to correat the 
problems discussed can be introduced* 
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St is recommended 


that the Director of Personnel be directed to prepare 
doesasante to* 

Authorise the nraootion of an employ** to on* grade lsyel above that of 
th» po rt ion to which assigned when thie action la Merited based on the 
eansHMsw evaluation of the esKsloreO’s aooc«plia*i»anta and value to 
S®^«y end presided that iiis In the beet interests of the Agency 
to retain him in the poeition concerned. 

the one percent of component c elli n g ae a control figure ehieb 

Halts the asilfigrtftt ofperecraelto 1<W *L S !!!* <S J[^Sn~ 

is lisa thereof that sued* alignment* day be made as required by operettac, 
•ondltions subjeot to controls at the Career Swvioe level outlined in 
the following paragraph* 
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fisstrol asadgasesta and prcasotione to ensure that total Staffing Author- 
laatioo* W grade level and Career Service are net exceeded. The controls 


m«!1 ha ef&j pTKH yfood by requiring that each Career Service aalntain an 
gsBltow iiTsde distribution that will not exceed the Career Service Grade 


SIOISEO 

Scrrlscn G. Reynold* 
Chalrttan, CIA Career Council 


•the recoasaendatlon* in paragraphs 6a, b and c are approved 


cot Masters of CIA Career Council 
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